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With the development of research for Positive Psychology and Positive 
Organizational Behavior, more and more researchers and managers recognize that 
employees’ positive psychological capital is an important source of competitive 
advantage for organizations. How to reduce the turnover rate and increase the 
intention to stay of employees by improving the level of their positive psychological 
capital, inspiring their confidence and hope and making them face pressure 
optimistically is given more and more attention by modern enterprises. Psychological 
capital is a new concept from perspective of positive psychology to study how to 
explore and utilize human resource potential. This article regards employees of 
Chinese enterprises as the research object, introducing the intermediary variable of 
organizational justice, probing into psychological capital impact on this intermediary 
variable, and the two impacts on turnover intension of employees, while the 
application to dimension of psychological capital in China is verified. 
This paper put forward a research idea and model through literature review of 
psychological capital, organizational justice and turnover intension, based on the 
research before. It proposed that psychological capital contain four dimensions of 
self-efficacy, hope, optimistic and resiliency. The research regarded 376 employees 
from different positions, enterprises and cities as sample, carrying on the 
questionnaires research about their perceptions of psychological capital, 
organizational justice and turnover intension. Then it used SPSS18.0 software to 
analyse data and test hypothesis. Finally, it bring forward some constructive 
suggestions to the enterprises for reference. 
The main conclusions are as follows: 
(1) Chinese employees’ psychological capital is mainly affected by age, education, 
and corporate positions. 
(2) Only hope has a negative and significant influence on employees’ turnover 















employees’ turnover intension. 
(3) Hope, self-efficacy and optimistic of psychological capital have a positive and 
significant influence on organizational justice. 
(4) Organizational justice theory could explain the relationship between 
psychological capital and employees’ turnover intension well. Both distributive justice 
and procedural justice are moderator of the relation between optimism and turnover 
intension, interactional justice is a moderator of the relation between self-efficacy and 
turnover intension. Organizational justice is a moderator of the relation between hope 
and turnover intension. 
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